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The concept of competency has achieved prominence because it is related to performance, 
both individual and organizational. Competencies are factors contributing to high levels of individu-
al performance, and therefore, organizational effectiveness. Given the rapid and constant changes in 
the work environment, organizational effectiveness is linked to the ability to develop and apply new 
knowledge and behaviour. This requires staff to be able to be goal-directed, adaptable and flexible. 
It requires staff to continually up-date their professional, technical and personal skills. 

Non-variant competence structure of the civil servant as a subject of the  professional ac-
tivity consists of the instrumental, motivational, value-meaningful, self-regulation components.
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Competency models are more likely to be used for training and development applications 
than for human resource decision-making applications, such as selection and performance ap-
praisal. The use of competency models for performance management is not advised in the litera-
ture. One argument is that the level of rigour and documentation underlying most competency 
models would not stand up under a legal challenge. A second argument is that although compe-
tency underpins superior performance, measuring performance is not the same as measuring 
competency. In measuring performance against the competency model, the degree to which the 
employee demonstrates the competency on the job is assessed. Employees must possess the com-
petency in order to perform the job well, but simply having the competency does not necessarily 
translate into superior performance. Many factors affect performance, not only competency.
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